The Effects of Innovative Features of Women Managers on their Business Performance: The Food Exporter Companies in Aegean Region Sample  by Özmutaf, Nezih Metin et al.
 Procedia - Social and Behavioral Sciences  195 ( 2015 )  220 – 229 
Available online at www.sciencedirect.com
1877-0428 © 2015 The Authors. Published by Elsevier Ltd. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/4.0/).
Peer-review under responsibility of Istanbul Univeristy.
doi: 10.1016/j.sbspro.2015.06.353 
ScienceDirect
World Conference on Technology, Innovation and Entrepreneurship  
The Effects of Innovative Features of Women Managers on Their 
Business Performance: The Food Exporter Companies in Aegean 
Region Sample 
Nezih Metin Özmutafa, Elif Aktekinb* Bülent Ergania, Koray ÇÕtaa 
a Department of Business Administration, Faculty of Economics and Administrative Sciences, Katip Celebi University, Izmir, Turkey 
bAtaturk Medical Technology Vocational Training School, Ege University, Izmir, Turkey  
Abstract 
The main aim of this research is to determine perceptions of innovative features of women managers in food exporter companies 
in Aegean Region on their business performance. The questionnaire prepared on this subject and on January 2015–March 2015 
was applied to the 123 women managers working in food exporter companies in Aegean Region. At the end of the research in the 
20 scope proposition collected in the eight factors; it was determined that within the framework of innovative features, women 
managers ownership of the mission and vision, care about career development (f1), to see opportunities, to be brave, to be open 
to learning (f2), to be conciliatory and to be convincing (f3), to be prescience and to be creative (f4), to be solution-oriented and 
to be open to innovation (f5), to care about cooperation, research and high communication (f6), to be emotional and abstract 
thinking (f7), high confidence and to be competitive (f8), affected business performances of them in the advanced positive way. 
For the 20 propositions, the alpha value of Cronbach is 0,726. Eight factors overall variance is explained at %79,174 levels. 
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1. Introduction 
For years, male-dominated management approaches conducted in the business world, the efficiency of the results 
obtained in recent years has been questioned. Similar decisions taken despite the efforts given makes it possible to 
achieve similar results. This situation differentiates ways of thinking and decision processes of top managers with 
similar features. Innovative thinking confronts us the diversity concept which gained importance in recent years. 
Diversity refers to cultural diversity in an organization and seen as a gateway to the innovation. Environments that 
individuals can express themselves freely play a key role in the formation of innovative ideas. Because “innovation 
is rooted in the contributions of flexible and open-minded individuals” (Woodman, Sawyer & Griffin, 1993; Yukl, 
2002; Reuvers et al 2008). Diversity is also defined as to give chance to women managers as much as men managers 
and giving them rights as much as men in professional promotion in the organization Professor Dr. Roy Adler from 
Pepperdine University made a research between the years 1980-1988 on 215 firms from the fortune 500 firms 
supporting these efforts. According to this research firms who employ more women managers have more market 
share, more capital and more stock value than others. Also it has been determined that firms providing the best 
promotion opportunities to women managers are more profitability than firms providing less promotion 
opportunities (AydÕn, 2014).  
 
Naturally men and women create their ideas in different processes and criteria. By means of their different 
perspectives and creativity, female managers make an important contribution to the organizations they work. Also 
the role of women in family life considered to be disadvantage in business life in fact converts this to advantage as 
women can focus on multiple issues at the same time (AydÕn, 2014). In this context, some features of the women in 
our study have been considered as innovative features in terms of the importance of the innovation process. In the 
study features promoting innovative thinking have been determined and specific features of the female managers 
have been evaluated at the end of the literature review. These are ownership of mission and vision, care about career 
development, to see opportunities, to be brave, to be open to learning, to be conciliatory and convincing, to be 
prescience, to be creative, to be solution-oriented and to be open to innovation, to care about cooperation, research 
and high communication, to be emotional, thinking abstract, having high confidence and to be competitive. The 
effects of innovative features of women managers on their business have been evaluated on their own perceptions. 
 
In the second part of the study, literature data was given on female managers, their innovative features and their 
business performances. Also work model and basic hypothesis of the model created in the context were defined. In 
the third part of the study, research methods and the analysis results obtained from the research were indicated.  
2. Literature Review And Hypotheses  
2.1. Women Managers 
Issues related to women in management began to be researched in 1970's. Early researches were on the rights of 
women to become managers of the firms. In the following years, the differences between the attitudes and behavior 
of men and women managers were demonstrated. Researches from the 1980’s to the present day demonstrates the 
reasons women not getting promoted as top managers (ArÕkan, 2003). ArÕkan stated some of the reasons for that 
under the following headings: 
x Gender role stereotypes 
x Women's family responsibilities 
x Women's lack of confidence 
x Women's being out of the network founded by men 
x The negative attitudes of the top managers to women managers 
x Employment discrimination 
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When we look at the ratio of women in management positions, in USA % 4 including % 2.4 top management, in 
Japan % 2 including %1 top management, in England % 26 including % 22 top management, in Finland and Canada  
% 21, in Turkey % 4 to %6,6 (Bayrak and Yücel, 2001:127; Aycan, 1998:83). Today, ratios of women CEOs in 
leading industries are in banking and financial services% 36, in consumer products % 14, retail sector % 14, 
pharmaceutical industry % 12, in industrial products % 12 and in technology 5%. Most top management positions of 
women managers employed in Turkey are % 49 sales, % 33human resources, % 27 marketing, % 15 finance. 
Several studies conducted in Turkey indicate that the ratio of women senior executives does not exceed 4 % in the 
private sector or 7.6% in the public sector (Kabasakal et al., in press). Turkish banks and insurance companies found 
that 26 % of middle managers were women, whereas only 4 % of top managers were women (Kabasakal, 
Boyacigiller & Erden, 1994). 
 
However qualification is the basic criteria in recruitment of managers and professional positions (Kabasakal, 
1998). These characteristics are based on a good education and are supported by having all the criteria on work, 
having extensive business experience and knowledge, looking for difficult and high-level visibility assignments and 
having sustained exceptional performance criteria (Adler, Brody, & Osland, 2000; Becker, 1971). Moreover, job-
relevant criteria such as having extensive work experience and knowledge, seeking difficult and high visibility 
assignments, and continuously exceeding performance criteria also determine the extent to which women are 
recruited for higher positions. Based on this, individual features of women managers are considered important in 
terms of promotion and performance levels. 
2.2. Innovative Features of Women Managers 
Specific features of women managers, innovative ideas and insights are considered as stimulating factor. In “A 
Different Voice”, Carol Gilligan drew new attention to how women and men differ in their decision-making styles. 
Gilligan found women to be much more relational than transactional in nature, placing greater importance on the 
effect that their decisions would have on others, and taking greater care in gathering and considering the opinions of 
others when making decisions (United Nations Conference on Trade and Development, 2010). 
 
 The comparative studies conducted by the gender factor in management show that men managers are business-
oriented and have authoritarian management style where women managers are human-oriented and have supportive 
management style (Ünsoy and Gürol, 2000:395). Also women managers are likely to be interactive in their relations 
with employees. These features effects them positively on collecting the team and encouraging participation. Men 
managers seem powerful, domineering, competitive and controlling. On the other hand women managers’ 
emotional, supportive and collaborative features make them interactive leader (Rosener, 1990:124). In addition, 
female managers are more flexible in approaching to change which allows them to adapt faster. Being successful at 
to be selfless, to approach events strategically, and not to neglect the human dimension could be considered within 
the scope of innovative features of women managers. However women managers' being more loyal towards the 
people and corporation, to dare to query and not afraid of making mistakes than  man  managers, could be the 
starting point for pioneering ideas for change. The observed features of women managers enable them to create a 
vision with different views in the organization. These features provide innovation correctly interpreted and 
translated into benefits (AydÕn, 2014). A more collaborative “female” style of management and leadership is the 
wave of the future in corporate cultures as well. While some have thought that the “female style” of decision-
making shows more vacillation, recent research has found that team-based decision-making in organizations leads to 
more creativity and innovation (Page, 2007). 
 
In recent years changing and developing organizations change from men-centered command and control 
leadership to adapted to environment non-traditional leadership (Rosener, 1990:120; Özdevecio÷lu et al,2003). 
Learning organizations have a strong structure of adapting to changes that time and environment bring, integrating 
the qualifications required by the change and giving importance to innovative thinking and structure. In management 
and leadership of learning organizations, now it is often mentioned both human and business-oriented, androgenic 
style with gender identity. Androgenic gender identity is a phenomenon that integrates feminine and masculine 
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features. In Schein & Mueller's (1992) administrative gender stereotypes study, despite its cultural and social 
differences in eastern and western societies, the belief of women had weaker management skills than men was 
demonstrated. In addition it was reported that femininity expectations of top management decreased where 
masculinity is associated with higher gender identity (Balgiu, 2013). In spite of many cultural, historical, and 
political differences which exist between the two types of cultures examined (the Asian and the Western one), 
management male students all over the world perceive women as having poorer managerial skills than men do.  
 
In a research report published in 2014 in Turkey, it was mentioned that men and women managers have equal 
competence at management. According to human resources managers, women managers are superior than men 
managers in calmness, correct decision-making and forecasting, managing people-oriented, to be fair, motivating, 
effective delegation, giving clear instructions, in terms of discipline and supporting workers, ownership, realize 
opportunities and image. The minimal powerful features of women are ownership of the vision and produce 
strategies (UNDP, 2014). 
2.3. Business Performance 
Performance expresses employees’ efforts that are put forward to reach goals in the scope of certain job 
descriptions (Erdemir, 2013:5). Motivation determines the level of the effort of people. Therefore, it is not expected 
to perform well from the non-motivated people (Koçel, 2010:619). 
 
Although motivation is a key requirement for performance, it is only one of the necessary conditions to reach the 
top levels of performance. As discussed in Lawler's expected motivation model developed in 1971, people are 
important for their perceived roles and capabilities (Lawler and Suttle, 1973). Effective business performance is 
carried out by individual's competencies, job requirements and compliance with environmental aspects (Morris and 
Pinto, 2007:144). Also the relationship between job satisfaction and job performance has been discussed in the 
literature section. Herzberg and Vroom studies support the relationship between job satisfaction and job 
performance. In addition to Lawler and Porter studies it was also emphasized in some other studies that job 
satisfaction was a result of business performance (Mitchell, Ortiz and Mitchell, 1987:19). 
 
In the competitive environment, organizations require high performance from the workers in order to achieve 
success. Also this performance must be continuously improved and evaluated (Begenirbaú and Turgut, 2014). In this 
case, in order to show higher performance in organizational concept, individuals must focus on knowing what to do, 
should be able to gain skills and must be well motivated as stated in Paúa’s (2007) study. In this manner 
performance should be encouraged (Furtado, Aquino and Meira, 2012) and developed. On the other hand job 
satisfaction and performance-oriented decisions must be taken to increase motivation. 
 
 The effects of gender differences on the performance of the company depends on the position of the company. 
Gender differences in management adds value to company performance during the development period of the 
company (Dwyer et al, 2003). Recent studies (Kariv, 2010) has also shown that women and men use most 
management strategies similarly, and that gender of ownership is, in and of itself, not a significant factor in business 
performance. 
 
2.4 Research Model and Hypotheses 
 
Theoretical model of the research is the relationship between the innovative features of women managers 
and their business performance. The model is based on the effects of innovative features of women managers to 
their business performance in food exporter companies in Aegean Region (Figure 1).  
 
 
 
 
224   Nezih Metin Özmutaf et al. /  Procedia - Social and Behavioral Sciences  195 ( 2015 )  220 – 229 
 
 
  
 
 
 
 
Figure 1. Theoretical Model of the Research 
 
General hypothesis of our study: 
H0: As an innovative features of women managers, work performance is not affected in the positive direction 
under the ………. factor. 
H1: As an innovative features of women managers, work performance is affected in the positive direction under 
the ………. factor. 
3. Methodology 
3.1. The Research Goal  
The main goal of this research is to determine perceptions of innovative features of women managers in food 
exporter companies in Aegean Region on their business performance.  
3.2. Sample and Data Collection 
The survey form of the study consists of two main parts. In the first part are there 6 questions on age, education, 
job, professional working time, the scope of the emphasis on innovation in the company and women's contribution 
to innovation in the sector which are the independent variables of the study. In the second part, there are 20 
propositions on innovative features of women managers for statistical evaluations “Likert 5 Type” scale value has 
been given to the proposition. Number 1 alternative is assumed “I certainly Disagree ”, number 2 alternative is 
assumed “I Disagree” number 3 alternative is assumed  “I have no idea”, number 4 alternative is assumed  “I agree ” 
and number 5 alternative is assumed  “ I certainly agree ”. 20 propositions are grouped under eight factors after the 
factor analysis result. 
 
The survey form of the study was applied to 123 women managers working at food exporter companies in 
Aegean Region between the months January 2015 to March 2015. The number of total women managers working at 
these companies is 179. In the scope of below calculation, although the minimum sample volume of survey was 
determined 122, 123 of them were appropriate from 134. In the study, for statistical analysis SPSS software was 
used. Also T-Test was performed based on factor analysis and universe average. 
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3.3. Analyses and Results 
3.3.1. Findings On Independent Variables 
 
The mean age of women managers participated to survey (n=123) is (min-max=20-49) and standard deviation is 
34,0±6,48. Women managers are distributed in a balanced way in terms of age groups. Account, finance and human 
resources groups have the most management departments. Production, quality, administration and sales, purchase, 
export, import and logistics groups take place in the second row. 
Working year is less than 10 years and over in the experienced group. Women managers were asked for more 
than one marking in the scope of the emphasis on innovation in companies they work. In this context, giving 
importance to organizational innovation has the highest value. Production innovation, marketing innovation and 
management innovation has followed it. The perception of women's contribution to innovation in the sector was 
determined (82.1%) quite high (Table 1).      
Table 1. Findings on Independent Variations 
Age n %   Management Department  n % 
=<29 40 32,5   Account, Finance, HR 51 41,5 
30-39 52 42,3   Production, QC, Administration 36 29,3 
>=40 31 25,2   Sales, Purchase, Export, Import, Logistics 36 29,3 
Total 123 100   Total 123 100 
Working Year n %   Importance Concept of Innovation  n % 
=<9 98 79,7   Management 30 19,6 
>=10 25 20,3   Organizational 44 28,8 
Total 123 100   Production 43 28,1 
Support Level to Innovation n %   Sales 36 23,5 
High 101 82,1   Total 153 100 
Medium 20 16,3  
Low 2 1,6 
Total 123 100 
In the framework of giving importance to innovation in companies and the contribution of women in innovation 
in the industry, high contribution for production is (%30,1), high contribution for organization is (%28,5), high 
contribution for sales is (%23,6) high contribution for management is (%20,3) (Table 2).  
  
Table 2. The Importance Concept of Innovation in the Company and Support of Women to Innovation in the Sector  
Innovation Concept  
Support Level 
Total 
High Medium Low 
Management 
n 25 4 1 30 
% 20,3 3,3 ,8 24,4 
Organizational 
n 35 8 1 44 
% 28,5 6,5 ,8 35,8 
Production 
n 37 5 1 43 
% 30,1 4,1 ,8 35,0 
Sales 
n 29 7 0 36 
% 23,6 5,7 ,0 29,3 
Total 
n 101 20 2 123 
% 82,1 16,3 1,6 100 
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3.3.2. Reliability and Validity of the Measurement Tool 
 
In the second part of the survey, factor analysis has been applied to 20 propositions. Principal component analysis 
is preferred. Kaiser-Meyer-Olkin value is 0,549. As a result of Bartlett Sphericity Test, null hypothesis (H0: 
correlation matrix is the identity matrix) has been rejected (
2
190F =670,591, p=0.000). Anti-image diagonal values of 
the correlation matrix is between 0,858- 692. According to the findings, these 20 propositions are suitable for factor 
analysis. Eight factors have been appeared after the factor analysis. Factors explain the variation as % 79,194.  First 
factor %15,803,second factor %10,185, third factor  %9,836, fourth factor %92, fifth factor %9,039, sixth factor 
%8,675, seventh factor %8,387 and eighth factor  % 8,158 explains the total variation.  Cronbach Alfa value of the 
structure of eight factors is 0.726. According to that result, factors pointed out by the propositions in the survey 
explained the study at a highly reliable level. Also eight-factor structure consisting of two propositions have internal 
consistency. Average is 4,473 and total variation is 0,025 (Table 3). 
3.3.3. Findings On Factors Concept 
 Table 3. Factor Analysis 
 
 
 
According to the tests conducted under factors, H1 hypothesis for each factor (As an innovative features of 
women managers, work performance is affected in the positive direction under the … factor) has been accepted. 
According to the results, for each of the proposition under factors, it can be commented that business performances 
of women managers in food industry will be affected in a positive direction within the framework of innovative 
features (Table 4).  
As an innovative features of … effects 
work performance in the positive way 
Factors Cronbach Alfa 
1 2 3 4 5 6 7 8 Genel=0,726 
Ownership Of Mission ,968 ,032 ,087 ,061 ,067 ,032 ,084 ,042 ,713 
,723 Ownership Of Vision ,963 ,067 ,044 ,031 ,043 ,022 ,079 ,000 ,698 
To Care About Career Development ,947 ,006 ,040 ,086 ,006 ,006 ,020 ,050 ,688 
To See Opportunities ,103 ,827 ,067 ,175 ,060 ,054 ,018 ,198 ,670 
,673 
To Risk  ,002 ,639 ,017 ,521 ,176 ,001 ,223 ,081 ,666 
To Be Brave ,018 ,635 ,276 ,205 ,094 ,344 ,083 ,081 ,662 
To Be Open To Learning  ,237 ,444 ,403 ,200 ,022 ,103 ,286 ,421 659 
To Be Conciliatory   ,098 ,058 ,868 ,238 ,232 ,091 ,072 ,018 - 
,632 To Be Convincing ,103 ,016 ,864 ,020 ,101 ,101 ,169 ,164 - 
To Be Prescience  ,086 ,068 ,227 ,840 ,108 ,044 ,085 ,030 - 
,619 To Be Creative ,087 ,077 ,071 ,719 ,300 -,005 ,270 ,107  
To Be Solution-Oriented ,170 ,099 ,268 ,177 ,786 ,183 ,141 ,091 - 
,604 To Be Open To Innovation  ,021 ,058 ,134 ,020 ,781 ,113 ,033 ,401 - 
Care About Cooperation ,005 ,129 ,015 ,071 ,032 ,803 ,032 ,029 ,592 
,596 Care About  Research ,085 ,116 ,189 ,004 -,082 ,742 ,214 ,012 ,583 
Care About High Communication ,116 ,240 ,013 ,179 ,400 ,575 ,293 ,179 ,580 
Being Emotional  ,033 ,048 ,041 ,117 ,220 ,087 ,867 ,054 - 
,543 Abstract Thinking ,470 ,054 ,054 ,010 ,200 ,011 ,694 ,077 - 
Having High Confidence ,036 ,001 ,161 ,030 ,244 ,017 ,048 ,888 - 
,494 To Be Competitive ,156 ,468 ,018 ,245 ,220 ,026 ,149 ,599 - 
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Table 4. One Sample T-Test In Factors Concept 
                                                      (Test Value 3  ȝ)
Factor N sx r  t           p 
F1 123 4,5±,69 17,374 ,000 
F2 123 4,4±,43 25,952 ,000 
F3 123 4,3±,74 14,247 ,000 
F4 123 4,6±,50 25,582 ,000 
F5 123 4,5±,51 23,243 ,000 
F6 123 4,4±,45 25,556 ,000 
F7 123 4,1±,76 12,060 ,000 
F8 123 4,5±,43 29,059 ,000 
4. Conclusion 
In today's organizations, innovation is not just a reality within the scope of product, it is also an event covering all 
business activities, especially administrative, organizational, production and marketing processes as well. In this 
context, it is a reality that the innovative features of women managers’ reflection to these business activities affect 
the business performance of the company in a positive direction. Within the framework of this research, it has been 
determined the perceptions of innovative features of women managers in food exporter companies in Aegean 
Region on their business performance.    
 
In this context, the scope of innovative features of female managers, ownership of mission and vision, care about 
career development (f1), to see opportunities, to risk, to be brave, to be open to learning (f2), to be conciliatory and 
to be convincing (f3), as in DezsĘ & Ross’s (2012) study, to be prescience and to be creative (f4), to be solution-
oriented and to be open to innovation (f5), to care about cooperation, research and high communication as in Fitch 
& Agrawa’s (2014) study (f6), to be emotional and abstract thinking (f7), to have high confidence and as in 
Thébaud’s (2015) study, to be competitive (f8) is perceived significant important in other words positively influence 
in enhancing business performance by women managers.  
 
Relatively, in the innovation concept highest features of women managers are to be prescience and to be creative, 
have high confidence and to be competitive, to be solution-oriented and to be open to innovation and to care about 
career development. Relatively in the innovation concept lowest features of women managers are to be conciliatory 
and to be convincing.  
 
It is determined that women managers in food industry have a high level of contribution to the innovation. This 
result shows, how women managers in our country are contemporary and have confident on how much they care 
about innovation. In this regard more motivating and participating approaches should be implemented in the 
organization so it could bring big gains in the context of innovation. Turkish business life continues to evolve and 
change as open to innovation because of its young and dynamic structure. In this dynamic environment the share of 
women managers is significant in the context of innovative features. 
 
At the end of our study, below comments can be demonstrated:  
i. Women managers in our country rely on themselves and their innovative features. 
ii. Women managers in our country emphasize that innovative features in question will be reflected in the      
positive direction to their business performance. 
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iii. Innovative features mentioned above covers all organizational processes. In this context, in the globalized 
world, exporting innovative features of our women managers of Turkey to the international arena in the 
organizational context will be an important dimension of the topic. 
iv. With this study, great contribution has been provided to the management literature by theoretical and practical 
applications concepts. In this context, this study includes data to be used in the similar studies that will be 
carried out in the future. 
v.  
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